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the author of the famous book “What 
works”, Prof. Iris Bohnet from Har-
vard Kennedy School, says that “gen-
der equality is a complicated issue 
and there is no one easy solution and 
no silver bullet.” Furthermore, she 
stated that “not the women have to 
change but the rules of the game.” 
This is why we focus on structural 
changes in order to achieve more gen-
der equality in research organisations. 
What initially started as an idea for 
improving gender equality plans has 
since developed into the successful 
“Baltic Gender” project, in the course 
of which a variety of gender equality 
measures were initiated, assessed and 
further developed at eight partner in-
stitutions in five EU countries located 
in the Baltic Sea region. The project 
has focussed on marine sciences insti-
tutions because female scientists are 
still strongly under-represented in this 
area; however, all findings, outcomes 
and recommendations are surely also 
valid for other areas of science.
At the beginning of the project we 
looked at best-practice examples of 
structural changes in the partner in-
stitutions, both innovative and well- 
established measures to successfully 
support gender equality which were 
there before the project started. After 
assessing their quality, a total of 13 
best practices were selected and pub-
lished in a public brochure. Now that 
the four-year period of the Baltic Gen-
der project is coming to an end, a pro-
gress report has been produced which 
shows the further developments of 
best practices and presents general 
findings and recommendations on 
helpful structures, necessary condi-
tions and possible challenges. Pro-
gress in a “complicated issue” like 
gender equality is not easy to mea- 
sure, but we took the challenge on 
and attempted an assessment of prac-
tices which appear to be a sort of 
spin-off of Baltic Gender and/or fur-
ther development of already esta- 
blished measures. In a final evalua-
tion and selection process, we defined 
seven new and innovative gender 
equality initiatives that were devel-
oped in the partner institutions dur-
ing the project period and under the 
impact of the project’s findings and 
outcomes. All best and new practices 
may give you inspiration and support 
in your own efforts to achieve greater 
gender equality in your institution.
Progress in gender equality requires a 
lot of awareness, knowledge, open-
ness and commitment by and from a 
large number of stakeholders. As 
“there is no one easy solution and no 
silver bullet”, it requires many diffe- 
rent approaches, perspectives and 
ideas and also many different ways of 
implementation, especially with re-
gard to different countries with differ-
ent legal and cultural backgrounds. 
All these aspects were part of the EU 
“Baltic Gender” project, which of-
fered all those involved great opportu-
nities for mutual learning. I would 
like to recognize all partner institu-
tions for their development regarding 
gender equality in marine sciences. 
Thank you very much for this gen-
der-conscious trip through the Baltic 
Sea!
Dr Iris Werner
Central gender equality  
commissioner of Kiel University,
head of the central Office for Gender 
Equality, Diversity and Family, 
and principal investigator in Baltic 
Gender
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The Baltic Gender project
During the Baltic Gender project 
(2016–2020) there was a huge impact 
regarding gender equality in the part-
ner institutions. Mutual learning be-
tween the institutions took place, in-
stitutional practices were exchanged 
and, thanks to the Baltic Gender pro-
ject, two institutions (the Estonian 
Marine Institute at the University of 
Tartu and Klaipèda University in Lith-
uania) developed their first GEP. 
Practical schemes and innovative 
strategies that promote gender equali-
ty in marine sciences were developed 
and disseminated within the institu-
tions and beyond. A strong network 
has been established which will con-
tinue after the project phase. 
Table with the categories plus explanation
Recruitment 
A practice in this category is a measure that helps to acquire 
new staff under gender-fair conditions and regulations.
Staff development 
A practice in this category is a measure that focuses on  
gender-fair career advancement and professional development 
within the institution. 
Awareness 
A practice in this category is a measure that tries to  
break up gender stereotypes and raise awareness of  
(implicit) gender-biases. 
Decision-making 
A practice in this category is a measure that tries to  
ensure equal representation of women and men on boards  
and committees.
Resources 
A practice in this category is a measure that takes gender 
proportions and funding allocation into account.
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The Baltic Gender consortium
The project has eight partner institu-
tions from five countries around the 
Baltic Sea. 
–  GEOMAR Helmholtz Centre for 
Ocean Research Kiel (GEOMAR), 
Germany
–  Estonian Marine Institute, Univer-
sity of Tartu (UT-EMI), Estonia
–  Kiel University (Kiel CAU),  
Germany
–  Kiel University of Applied Sciences 
(Kiel UAS), Germany
–  Klaipėda University (KU), Lithua-
nia
–  Lund University (LU), Sweden
–  Finnish Environment Institute 
(SYKE), Finland
–  The Leibniz Institute for Baltic Sea 
Research, Warnemünde (IOW),  
Germany
Aim and structure 
of the brochure
The aim of this brochure is to high-
light new practices of structural 
change which were developed during 
the project period, in addition to the 
tasks that were planned for each insti-
tution. The brochure presents a total 
of seven new gender equality prac- 
tices of structural change from four 
partner institutions. The five catego-
ries identified in the first brochure 
“Gender equality in marine sciences: 
Best practices on structural change” 
(August 2018) were also used here to 
categorize the new measures (see 
table on page 4). They were helpful 
in underlining the main aim of each 
measure and for presenting them in a 
clear and simple way. This should 
also help institutions that want to im-
prove gender equality to comfortably 
find the appropriate practice for their 
purpose.
The new measures presented in this 
brochure do not have to meet the se-
lection criteria developed for the first 
brochure, because they are only in 
place for a short time and there is no 
or only little experience of their im-
pact. While the first brochure fol-
lowed the logic of presenting particu-
larly successful measures, the second 
brochure aims to present innovative 
gender equality measures also stimu-
lated by the Baltic Gender project. 
This is the reason why the measures 
are accompanied by a box, which 
underlines the innovative character of 
the measure (  NEW). For some mea- 
sures another box stresses the influ-
ence of the Baltic Gender project for 
the initiation of these measures.
In the chapter “Progress on already 
existing measures: Dealing with sex- 
ual harassment”, we focus on a best 
practice, “Official information sheet 
on dealing with sexual harassment” 
that has been further developed dur-
ing the project period and, more gen-
erally, on a topic – dealing with sex- 
ual harassment – that has been of 
great concern to most institutions 
over the last four years.
BALTIC
GENDER
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Compensation of female engagement in 
academic boards and committees
Academic self-management is one 
of the major tasks of faculty staff, 
together with research and teach-
ing. The willingness to be active in 
academic self-management is one 
criteria during the appointment 
process, underlining its importance 
for the institution. Academic self- 
management also allows taking 
influence in the institution. This is 
one of the reasons why it is essen-
tial that women are involved in uni-
versity decision-making bodies.
Of course both women and men are 
involved in academic self-manage-
ment, but because women – particu-
larly those at higher career levels – 
are usually under-represented in their 
institutes, they are proportionally 
more involved in the different com-
mittees. At Kiel University, (appoint-
ment) committees should be equally 
staffed, if possible, according to the 
Higher Education Act of the Federal 
At the moment, due to the COVID-19 
pandemic, most of the appointment 
committee meetings at Kiel University 
are being held digitally.
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State of Schleswig-Holstein. In addi-
tion to this soft quota, Kiel Univer- 
sity’s statutes for professorship ap-
pointment procedures also include a 
hard 40% quota for women in the 
respective committees. 
Due to the fact that women are still 
under-represented in professorship 
positions, they have to participate in 
committees and boards more often 
than their male colleagues and have 
correspondingly less time for research 
and for preparing their teaching. This 
commitment will continue to be 
above average until an almost balan- 
ced gender proportion is achieved in 
professorship positions.
The core idea of this new gender 
equality measure at Kiel University is 
to ensure the representation of female 
professors in decision-making bodies 
by compensating their above-average 
commitments via a reduction in their 
teaching loads. In addition, the Fa- 
culty of Arts and Humanities also of-
fers the receipt of funds for student 
assistants. An individual application 
must be submitted for each of the two 
compensation options. The University 
Board makes the decision on the ap-
proval of an applied teaching reduc-
tion, and the Dean comments on the 
application beforehand. The decision 
on providing student assistants is 
made by the Convention of the Fac- 
ulty of Arts and Humanities, and the 
Committee for Gender Equality and 
Diversity recommends a decision to 
the Convention. Applications can be 
made at any time.
The idea started at the Faculty of Arts 
and Humanities in 2014 with the pos-
sibility to apply for student assistants. 
However, a survey among female pro-
fessors initiated by the faculty’s gen-
der equality officers showed that a 
reduction in teaching commitments 
DECISION-MAKING: 
To guarantee women the access to 
(especially appointment) com-
mittees, they are supported with 
appropriate compensation mea-
sures like student assistants or  
a reduction of the teaching work-
load.
        NEW: 
Compensation of the dispropor-
tionate work in academic self-ma-
nagement with a reduction of the 
teaching workload. Up until now, 
this was only granted to profes-
sors who held certain positions, 
like Dean of the faculty.
would be a compensation option that 
many female professors would prefer. 
Accordingly, the gender equality of-
ficers, together with the Dean and the 
University Board, made an effort to 
ensure that teaching reductions are 
now also possible throughout the uni-
versity for female professors with 
above-average commitments. The 
Academic Senate of the university 
approved this regulation.
This measure is included in Kiel Uni-
versity’s new Gender Equality Plan 
adopted by the University Board in 
June 2020. Evaluation and further de-
velopment of these measures is 
planned.
▲ zurück zum Inhaltsverzeichnis
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Funding for female 
“Hochschulpakt” lecturers
Female scientists with predominant 
teaching activities (especially those 
in “Hochschulpakt” positions) often 
do not have adequate resources 
(e. g. time, funding) to keep up to 
date with the latest research or to 
conduct their own research pro-
jects.
Therefore, Kiel University has been 
offering a financial support pro-
gramme specifically for this target 
group since 2019. In the first round of 
calls for proposals, the budget was 
€15,000 to be divided between the 
selected applicants. The response to 
the first call for proposals was huge 
and 6 out of 18 applications were ap-
proved.
This gender equality measure intends 
to make an actual contribution to en-
abling female scientists to continue 
carrying out their own research activi- 
ties and to establish career-relevant 
networks in the respective scientific 
In the second round of calls for proposals 
(2021), the budget has been increased  
to € 40,000.
zurück zum Inhaltsverzeichnis ▲
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community. The measure is financed 
from the Programme for Female Pro-
fessors III by the German federal and 
state governments (five-year period) 
and is the responsibility of the gender 
equality officer.
Process: Applications have to be sent 
to the gender equality officer at Kiel 
University. The applications received 
are reviewed by the Central Gender 
Equality Committee of the Senate, 
which then makes the decision on 
funding. 
Criteria/prerequisites to be funded 
are:
•  a current position with predomi-
nant teaching activities,
•  the funds are required either for 
the applicant‘s further academic 
qualifications and/or for a research 
project,
•  the motivation of the candidate for 
further work in science,
•  publications, prizes and teaching 
and supervision services provided.
Funding can be applied for:
•  material costs (e.g. chemicals, 
books, printing costs), 
•  student assistants,
•  assignments to third parties  
(e.g. analysis, test persons),
•  travel (e.g. field research,  
conferences).
In view of the fact that there were al-
ready significantly more applications 
than possible funding in the first 
round of calls for proposals, the gen-
der equality officer aims to continue 
the funding of female “Hochschul- 
pakt” lecturers in the future.
RESOURCES: 
This funding gives female HSP 
employees the chance to pursue 
their research while maintaining 
their high teaching workloads.
        NEW: 
Until now at Kiel University, it was 
typical to finance/reward PhDs or 
Postdocs for their research. For 
the first time, this funding takes 
account of the specific needs of 
the “Hochschulpakt” staff with 
high teaching loads, which mainly 
consists of female scientists, and 
gives them an adequate chance to 
pursue their research.
“Hochschulpakt” in Germany:
School and higher education are 
the sovereignty of the German fe-
deral states. In order to cope with 
the increasing number of antici-
pated high school graduates and 
students, funds are made avail- 
able through an administrative 
agreement between the federal 
government and the federal  
states called the “Hochschulpakt” 
(Higher Education Pact). These 
funds are used to provide the en-
hanced academic teaching loads 
and to improve the quality of  
teaching at universities, with 
priority being given to scientists 
with predominant teaching activi-
ties. The Higher Education Pact 
had three phases and is now – due 
to the continuously high number 
of students – being consolidated 
in the so-called “Future Pact”.
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Recruitment of schoolgirls: 
Hands-on practice makes the theory 
tangible and applicable. The participants of 
the interestIng! project collect material 
experiences in order to solve the practical 
task of the sponsor company: the develop-
ment of a minimalistic emergency respirator.
Based on the innovative pro-
ject-based course “StartIng!” Kiel 
University of Applied Sciences (Kiel 
UAS) developed a new project-based 
course in 2019 for pupils interested 
in studying mechanical engineer-
ing, computer science and electrical 
engineering at Kiel UAS: “interest-
Ing!”. The aim of this project is to 
motivate students in the final years 
of their school careers to start think-
ing about their professional orienta-
tion.
zurück zum Inhaltsverzeichnis ▲
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Recruitment
The successful project StartIng! is de-
scribed in the former brochure “Gen-
der equality in marine sciences. Best 
practices on structural changes”. 
Based on the positive response to this 
project, the project leaders decided to 
develop a new project with the aim of 
attracting students in the final years 
of their schooling to engineering top-
ics. The idea is to inform the future 
students about studying at Kiel UAS 
and to show in a very practical way 
what an engineering degree and pro-
fession can look like. In one project 
week, the young participants work in 
teams to find a practical solution for a 
real problem in the field of enginee- 
ring or computer science. The focus is 
on the recruitment of women and of 
first-generation students. The targe- 
ted approach and promotion of fe-
male students intends to increase the 
enrolment of women in technical or 
STEM degree programmes. The de-
partments of computer science and 
electrical and mechanical engineering 
at Kiel UAS place particular emphasis 
on heterogeneous groups.
For the pilot phase in 2019, the project 
initiators established a cooperation 
with three schools in Kiel. 60 students 
in the final years of their school ca-
reers took part in the project week 
and were divided into three teams. 
Each group received expert support 
from two professional coaches who 
used a peer-to-peer teaching format 
to guide feedback rounds for self- 
reflection. During this week, in addi-
tion to the extensive support, which 
aims to support the development of 
hard and soft skills (teaching of pro-
fessional and interdisciplinary skills), 
there was the chance to talk about 
studies, professional orientation and 
job opportunities. The participants 
learned to deal with their own educa-
tional options. The goal was to en-
courage them to get to know Kiel UAS 
and to try it out. 
RECRUITMENT: 
The Faculties of Mechanical Engi-
neering, Computer Science and 
Electrical Engineering at Kiel UAS 
recognize the efficiency of hete-
rogeneous working groups. To 
build such groups they decide to 
actively recruit schoolgirls in or-
der to have more female students 
in their faculties in the future.
        NEW: 
A project-based recruitment pro-
cess for future students, focusing 
on female students in the final ye-
ars of their schooling. The practi-
cal introduction to the enginee-
ring subjects should reduce 
prejudices within these subjects.
interestIng! is to be continued in 
2021 at the departments of computer 
science and electrical engineering 
as well as mechanical engineering 
at Kiel UAS. Based on the motto: 
What makes a team smarter? – More 
women! 
The concept of interestIng! is de-
signed in such a way that the un-
known place of study, the university, 
can be experienced by the partici-
pants, so that it develops into a famili- 
ar place where they feel comfortable.
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Women Academic Career Service – 
WACS 
German universities of applied 
sciences (UAS) are specific higher 
education organisations: they were 
founded with the aim of training 
young people for the regional la-
bour market. Their scientific staff 
mainly consists of professors. UAS 
are not allowed to reward doctor-
ates and therefore there is no status 
group of young scientists. To be ap-
pointed at a UAS, potential candi-
dates must have several years of 
practical work experience outside a 
university.
In order to counteract the significant 
under-representation of women in 
professorships – particularly in tech-
nology and engineering – Kiel Univer-
sity of Applied Sciences has founded 
the Women Academic Career Service 
(WACS). With this new institution, 
Kiel UAS aims to promote the aca-
demic careers of young female scien-
tists. Three intersecting elements 
form the idea of WACS:
1. Inform and mobilise
Regular information events will be or-
ganised to make female students 
aware of the possibilities and require-
zurück zum Inhaltsverzeichnis ▲
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Recruitment
ments for a professorship at a UAS. 
This includes a campaign in which 
female professors from Kiel UAS talk 
about their personal career paths and 
answer questions from female stu-
dents. A further focus is on career and 
life planning events to make female 
students aware of possible barriers at 
an early stage and to develop strate-
gies for resolving them together.
A student talent programme is being 
developed and tested in cooperation 
with companies and organisations 
from the region for the target group of 
high-performing female students, in 
order to offer targeted support to 
high-potential women through a sys-
tematic qualification programme.
2. Qualify and bind
Kiel UAS advertises three-year doctor-
al scholarships for women within the 
context of a third-party funding pro-
gramme, preferably in the technical 
fields. In order to guide women 
through the doctorate in the best way, 
WACS offers targeted further training 
to promote the acquisition of impor-
tant qualifications and skills in prepa-
ration for an academic career and 
promotes internal networking events. 
In addition to the doctoral scholar-
ships, the PhD students receive teach-
ing assignments which enable them 
to gain teaching experience. After 
completion of the doctorate, Kiel UAS 
seeks to maintain contact with the 
young female scientists, e.g. by means 
of regular alumni meetings and the 
awarding of teaching assignments. 
This compact support programme is 
designed to familiarise female stu-
dents with the structures of the uni-
versity and to bind them closely to 
Kiel UAS.
3. Cooperation and networking
Kiel UAS already has a close network 
with the universities and local compa-
RECRUITMENT: 
WACS is a service centre that of-
fers career advice for young fe-
male scientists at Kiel UAS, offers 
PhD scholarships to young female 
researchers and provides additio-
nal support to gain the skills and 
qualifications that are needed for 
professorships at UAS.
        NEW: 
Kiel UAS has decided to actively 
promote the careers of young fe-
male scientists in cooperation 
with Kiel University, despite this 
area not primarily being a focus of 
a university of applied sciences.
nies in the region. The cooperation 
with the universities guarantees tai-
lor-made support and is also neces-
sary on account of the universities‘ 
right to award doctorates. On the oth-
er hand, cooperation with regional 
organisations and companies paves 
the way for practical professional ex-
perience, which in turn is necessary 
for an appointment to a professorship 
at a UAS. 
The full-time position of the WACS 
coordinator as well as the scholar-
ships are currently third-party fund-
ed. The high-level management of the 
university supports the idea of WACS 
and is very interested in consolidating 
its structure.
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Research on why women 
are leaving academia
The question “why are women leav-
ing academia to a larger extent than 
men?” has been on the leadership’s 
agenda of the Faculty of Science for 
some time. The high level-manage-
ment is interested in this issue and 
in the results regarding related top-
ics of the Baltic Gender project.
In a new project starting in autumn 
2020, the Faculty of Science at Lund 
University will continue collecting 
data. In the context of this project 
there will be a questionnaire to find 
out why women are leaving academ-
ia. This will be a kind of follow-up to 
the data collection in Baltic Gender in 
2017, where a survey was conducted 
on the proportion of PhD students 
(women and men) who had gradua- 
ted during 2007–2016 from the Facul-
ty of Science and were still employed 
in academia somewhere in the world. 
Lund University is interested in becoming  
a more diverse university and in finding out 
why women are leaving academia.
zurück zum Inhaltsverzeichnis ▲
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Staff development
In this new data collection the focus 
will be on current PhD students at the 
Faculty of Science and if their motiva-
tion to stay in science changes during 
the course of their PhD studies.
In combination, PhD students will be 
asked why they want to do their PhD 
(the main aim) in order to investigate 
how and why their motivation chang-
es over time. The idea is to not just 
ask afterwards, but also along the 
way. The motivation of the faculty to 
support this project is the genuine in-
terest in keeping women at the uni-
versity, and discovering if the culture 
in the faculty is contributing to the 
fact that more female PhD students 
do not continue with careers in aca-
demia. The leadership of the faculty 
wants to find out the reasons why the 
faculty is not attractive enough for 
young women.
The Pro-Dean of the Faculty of Sci-
ence, responsible for third cycle edu-
cation, was interested in the data col-
lected by Baltic Gender and members 
of the Equality Board and the Baltic 
Gender team from Lund University 
decided to apply for resources in a 
call advertised at Lund University to 
implement measures for a diverse 
university. The idea is to use the allo-
cated funds to examine the reasons 
why women are leaving academia. 
According to this aim, new measures 
have to be developed, but to do so, it 
is necessary to analyse the general sit-
uation for women in the academic 
system first. To develop new mea- 
sures it is crucial to precisely define 
the aim of the measure and to know 
why such a measure is needed. The 
concluding important step of this re-
search project would be to implement 
the results of the project in the univer-
sity structure.
                           lasting impact: 
A Baltic Gender member together 
with the person responsible for 
Higher Education at the Faculty of 
Science had the initial idea for the 
project. After a few exploratory 
talks within the faculty, they sent 
the application for funding in Ja-
nuary 2020. The Baltic Gender 
member will lead this project.
STAFF DEVELOPMENT: 
The aim is to discover the reasons 
why women are leaving academia 
in order to develop a gender-sen-
sitive working place and a wor-
king environment compatible with 
the needs of women. The aims are 
to keep women in science and en-
sure a diverse work setting/work-
force at the faculty.
        NEW: 
An internal survey that directly 
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Career talks with female employees
Talks on a voluntary basis took 
place at Klaipeda University bet- 
ween pregnant women, the director 
of the Marine Research Institute 
and a Baltic Gender team member. 
These talks were initiated by the 
Baltic Gender Project, whose aims 
include improving the compatibility 
of work and family life and facilita- 
ting the re-entry of female scientists 
after career breaks. The talks began 
by using a checklist developed in 
Baltic Gender to identify possible 
support offers during maternity and 
parental leave. 
Keeping contact with women during their 
career breaks gives them the opportunity to 
remain within the scientific community 
during maternity leave.
zurück zum Inhaltsverzeichnis ▲
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Staff development
Since parental leave often means a 
longer career break due to the low 
number of kindergarten places, the 
time after re-entry as well as basic ca-
reer plans were also briefly discussed. 
In a relaxed atmosphere and on a 
low-threshold level, the participants 
also considered whether a mentor or 
coach could be helpful for the further 
career path and which further career 
steps would be conceivable after pa-
rental leave. Thanks to these discus-
sions, the director of the Marine Re-
search Institute at Klaipeda University 
gained a much better insight into the 
career ideas of his female employees. 
None of the female academics has yet 
returned from parental leave, so a 
        NEW: 
A strong gender equality aware- 
ness within the institution and the 
willingness to promote women’s 
careers using the few resources 
available.
STAFF DEVELOPMENT: 
Career talks were held to support 
women returning from parental 
leave. These enable women to 
start planning their next career 
steps.
final evaluation is still pending. How-
ever, the experiences so far have been 
extremely positive, which is why the 
director of the Marine Research Insti-
tute and the Baltic Gender team mem-
ber are keen to continue these talks 
and, if possible, to implement the 
wishes and suggestions of the staff 
together. 
The Dean of the Faculty of Marine 
Technology and Natural Sciences, 
who is also involved in Baltic Gender, 
already held career development talks 
with her staff before the project began 
and considers them helpful. Thanks 
to Baltic Gender, these career devel-
opment talks have now been extend-
ed to other areas of the university.
                           lasting impact:
The idea of these career talks was 
developed within the Baltic Gen-
der Project. The knowledge of 
how to conduct such interviews 
was directly incorporated into the 
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This is a joint project at Lund Uni-
versity, which includes the Faculty 
of Science, the Social Sciences and 
Humanities, the Natural Sciences 
Faculty and the Theology Faculty. It 
is particularly remarkable because 
Lund University is a decentralised 
organisation and most of the cur-
rent work on gender equality is per-
formed within the faculties. The 
project aims to discover if and 
which kind of gender bias occurs in 
students’ evaluations.
AWARENESS BUILDING:
The project contributes to sharpe-
ning awareness of gender bias, 
which usually occurs subcon- 
sciously, so that people are not 
aware of it.
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Awareness
        NEW: 
The idea to investigate gender 
bias in students’ evaluations, 
which is not consequently taken 
into account in research.
The idea for this project came from 
some students, members of the Equa- 
lity Board of Lund University. A fe-
male student active in the student un-
ion has been the main actor in this 
project. She was funded by the pro-
ject and supported by the key staff 
regarding gender equality work at the 
Faculty of Science, in order to finalize 
a report.
The idea of the report is to raise 
awareness among staff and students 
about the potential impacts of bias in 
students´ evaluations. The project re-
viewed existing studies and, to get the 
local picture, the project group col-
lected information from Lund Univer-
sity’s various faculties and institu-
tions about how course evaluations 
are carried out, how they are deli- 
vered and how they are used. Results 
of this project are: a research over-
view of the use of bias, a „toolbox“ 
for the design of course evaluations 
with less potential impact of uncon-
scious bias, and an overview of the 
situation at Lund University. The pro-
ject and the first results were present-
ed to the faculties.
Gender bias is “prejudiced actions or 
thoughts based on gender-based per-
ceptions that women are not equal to 
men” (EIGE). Bias can be both medi-
ated and unmediated and can mani-
fest in many ways, both subtle and 
less subtle. Several studies that have 
analysed course evaluations have 
shown that bias is present and that 
this has to be considered when indi-
viduals are assessed by course evalu-
ations. Students’ evaluations can af-
fect women‘s career opportunities in 
many sectors, not just academia. 
There is a risk of devaluing women 
and minority groups when using 
course evaluations as assessment ma-
terial for teachers‘ competence in em-
ployment and the like.
GENDER BIAS: 
“Bias is a cognitive process which 
can be defined as skewed infor-
mation processing under the in-
fluence of context and accumula-
ted experience. Broadly speaking, 
we act on the basis of internalised 
schemas, which we use to make 
the task of processing information 
efficient and manageable. […] 
There is ample evidence that im-
plicit gender bias plays a role in 
academia in several ways.” Impli-
cit bias in academia: A challenge 
to the meritocratic principle and 
to women’s careers – And what to 
do about it. LERU 2018.
The next step in the project will be to 
present the outcomes to the study di-
rectors and to the Appointment 
Boards, in order to develop strategies 
for tackling bias. Moreover, the stu-
dents will be informed of the results 
of the project.
▲ zurück zum Inhaltsverzeichnis
In addition to the new gender equa- 
lity measures presented in this bro-
chure which were initiated at the Bal-
tic Gender partner institutions during 
the project period, existing measures 
have also been developed and im-
proved. Here we would like to present 
the efforts that have already been 
made in preventing and dealing with 
sexual harassment. This topic will 
also be addressed here in more detail 
because during Baltic Gender, obser-
vations were made that ensuring a 
safe, non-violent working environ-
ment is an ongoing issue, regardless 
of whether an institution is in its 
beginnings or can already draw on 
decades of experience in the field of 
gender equality.
A summary, including the progress 
made and lessons learned from the 
other gender equality activities, can 
be found on the Baltic Gender web-
site.
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Progress on existing measures: 
dealing with sexual harassment
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Tellus research project (LU)
After the #metoo debate, the three-
year Tellus research project was initi-
ated at Lund University by the vice- 
chancellor, with the aim of gathering 
knowledge on experiences and actual 
occurrences of sexual harassment at 
the university, as well as how the sup-
port for the organisation’s handling of 
cases and preventive work can be for-
tified and developed. The main em-
phasis of the project was to listen to 
employees, students and doctoral stu-
dents, hence the name Tellus (tell us). 
The project leader Anette Agardh, 
professor for global health, formed a 
project group with researchers drawn 
from law, psychology, work environ-
ments and sexual health. The sum-
marised results from the question-
naire, interviews and focus groups 
were presented to the whole universi-
ty in two webinars. A decision has 
now been taken at LU to enhance the 
support structure (with 1.5 full-time 
individuals) dealing with sexual 
harassment from 2021 onwards.
Guidelines and procedures 
on dealing with sexual 
harassment (GEOMAR, CAU, 
UAS, IOW)
The German partner institutions im-
plemented guidelines and procedures 
on dealing with sexual harassment. 
The aim of the documents is to raise 
awareness, inform and regulate. The 
guidelines make processes transpar-
ent and provide initial information to 
those affected. They include: 
•  a clear official commitment to zero 
tolerance of discrimination and vio-
lence 
•  an explanation of what discrimina-
tion and sexual harassment are
•  which obligations the institution 
has towards those affected 
•  which contact and counselling cen-
tres are available 
•  the presumption of credibility of 
those seeking counselling
•  a transparent outline of complaint 
procedures 
•  which measures and sanctions the 
institution can use to legally pre-
vent further discrimination and 
punish offenders.
The institutions had assistance from 
professional consultants in the deve- 
lopment of their guidelines and they 
further develop awareness workshops 
on dealing with sexual harassment.
The GEOMAR leaflet is specially de-
signed for expeditions. Based on the 
Baltic Gender workshops on sexuali- 
zed violence with a gender equality 
expert, GEOMAR cooperated with 
other seagoing German institutes to 
advance an initiative for a good way 
of working and living together at sea. 
The cross-institute initiative works 
closely with the German research 
fleet coordination centre and the ship-
ping company BRIESE. They started 
to include a presentation on the topic 
in their onboard safety instructions. 
In the first year of the initiative 
(2020), the developed products will 
be tested on the German research 
fleet and adapted according to their 
needs.
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This brochure shows that there has 
been an impact on the institutions 
which have developed new measures, 
besides the planned tasks for each in-
stitution, during the Baltic Gender 
project. The cooperation between the 
institutions has been very close, as 
many tasks were mastered together. 
This led to a large transfer of knowl-
edge and each institution has benefit-
ed from the project. There has also 
been progress regarding gender equa- 
lity in marine sciences.
This brochure emphasizes how the 
Baltic Gender project fostered a cul-
tural change in terms of gender equa- 
lity and supported a structural change 
within the institutions.
The project came to an end in August 
2020. We are glad to have been a part 
of it and that our work has contribut-
ed to progress in gender equality in 




The United Nations proclaimed a Decade of Ocean Science for Sustainable Development (2021-2030). 
The required drive towards a sustainable and healthy ocean calls for the transformation of marine 
science, which is traditionally a male-dominated field with a significant lack of women in leadership and 
decision-making positions. The EU project Baltic Gender has supported and guided change in its eight 
partner institutions in the Baltic Sea region from 2016 through 2020 to reduce gender inequalities and 
to harvest the full capacities of women and men alike.
Funded by the
European Union
Main achievements of Baltic Gender – Baltic Consortium on 
Promoting Gender Equality in Marine Research Organisations
BALTIC
GENDER
• establishing gender-segregated data collection for 13 indicators such as "gender pay gap" or 
"sex of the chief scientist on cruises”
• implementing the first Gender Equality Plans (GEPs) at the level of the marine departments of 
the Estonian and Lithuanian partners
• collecting and promoting 13 best practices on structural changes from project partners, such as 
the Women’s Executive Board and the mentoring program via:mento_ocean, which support 
equal chances, transparent processes and fair cooperation
• establishing workshops and training sessions on topics such as leadership and decision making, 
unconscious bias and gender conscious teaching
Baltic Gender initiated structural changes in its institutions by
• bringing leaders of the future, decision makers of today and agents of change together in 
various activities such as leadership courses and informal grass-root meetings; and thus, offering 
numerous opportunities for networking
• an international mentoring program, providing 16 early-stage women researchers with personal 
guidance, opportunities for networking and financial support for further qualification
• a blog series on the careers of 18 successful women scientists and engineers as role models
• support materials for policies that reconcile work and family
Baltic Gender empowered scientific communities in marine sciences by 
• GenderWave is an innovative tool, that supports the incorporation of gender perspectives into 
marine research and innovation. The tool consists of a series of questions and examples that 
guide scientists to consider gender issues in the context of their projects, a requirement that is 
increasingly advocated by funding bodies.
Baltic Gender developed GenderWave
Baltic Gender One Pager: 
an overview of results and achievements.
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